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E-Verify!!  What is it and what does it have to do with my contracts?
“E-Verify” is a database driven creation of Department of Homeland Security, U.S. Citizenship and Immigration Services, and is used to verify employment eligibility of workers employed in the United States, Guam, Puerto Rico, and the U.S. Virgin Islands.  For most of the life of E-Verify it has been a system voluntarily used by private sector employers to verify that newly hired employees were legally eligible to work in the U.S.  However, in August 2007 Office of Management and Budget issued a memorandum for all Federal agencies that E-Verify was to be used to determine the eligibility of Federal employees and indicating their intent to work with the FAR Council on “appropriate government-wide regulatory coverage” for use on Federal contracts.  See OMB Memo.  On the same date Department of Homeland Security issued a memorandum to their major contractors encouraging them to voluntarily use E-Verify and advising contractors that the “Administration has initiated action to change the Federal Acquisition Regulation to address the use of E-Verify by Federal Contractors.”  Finally, in June of 2008 President Bush issued executive order 13465 that required use of the E-Verify program on most government contracts.
The implementation of these requirements should not only enhance the ability of DOD contractors to assure that their workers are properly eligible to be employed, but also should increase the security of DOD installations and help prevent access to national security sensitive contractor-performed work activities.  There have been a number of well-publicized cases around the country where unauthorized workers were arrested by DHS, Immigration and Customs Enforcements agents while employed on DOD installations and/or on government contracts performed at contractor facilities.
A new contract clause, 52.222-54, will now require E-Verify use on most government contracts that exceed the simplified acquisition threshold (currently $100,000).  The FAR prescription is found at 22.1803.  A limited number of contracts will not be subject to these requirements as follows:

· Contracts that will be performed entirely outside the United States or

· Contracts that will have a performance period of less than 120 days or

· Contracts for commercially available off-the-shelf items (COTS) or

· Contracts for items that would be COTS if not for minor modifications [as defined in FAR 2.101(3)(ii)]

· Contracts for items that would be COTS if they were not bulk cargo

· Contracts for commercial services that are


- (1) part of a COTS purchase;


- (2) (that would be part of a COTS item, but for minor modifications);


- (3) Performed by the COTS provider; and


- (4) Are normally provided for that COTS item

This new requirement will be effective for all contracts awarded on or after May 21, 2009.  Also, contracting officers should modify, on a bilateral basis, existing indefinite-delivery/indefinite quantity contracts in accordance with FAR 1.108(d)(3) to include the clause for future orders if the remaining period of performance extends at least six months after the final rule effective date, and the amount of work or number of orders expected under the remaining performance period is substantial.
The new rule was set to go into effect on January 16, 2009, but was delayed by FAC 2005-29, Amendment 2 after a law suit by the Chamber of Commerce challenging the legality of its implementation.  The delay was sought and approved "...in order to permit the new Administration an adequate opportunity to review the rule."
The bottom line – stay tuned to any last minute changes to this new rule.  Given the current litigation and political circumstances surrounding it, the rule could very well be delayed again or change prior to the May 21st date.
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Service Contract Act
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CONNECTING THE DOTS
It can be confusing when reviewing only a portion of the Federal labor standards regulations within FAR Part 22.  If we consider some of the individual components of the Service Contract Act (SCA), for instance, they may leave you scratching your head and asking why.  Sometimes those rules don’t make sense when viewed independently.  However, when viewed within the total statutory and regulatory scheme of the law, there is logic and supportable rationale for what may seem like arcane parts of the regulation.  Therefore, when discussing an issue with the Navy & NAVFAC Labor Advisors, you may hear us make comments such as “let’s look at the whole picture” or “let’s connect the dots”.  We often have to get additional information from you to assure that we are providing an answer that considers all the facts and circumstances of a specific procurement.

Let’s dive in explain more about that big picture.

The SCA was enacted to provide greater fairness and stability to the large number of employees that perform on government service contracts.  Its intent was to provide a minimum level of prevailing wages and benefits that must be paid to such employees and to prevent large and damaging wage swings that were often the result of government recompetitions for such service contracts.  Prior to passage of the law, “services” were the only sector of government contracting that was not protected by such standards.  It was also common for contractor’s to hire their workers for the contract and to provide pay increases, paid time off, and/or other fringe benefits based upon the merit of individual workers.  Over the life of a common service contract (normally about 5-years), many workers would earn pay increases and fringe benefits, but were assured of those merit increases by only the incumbent contractor.  When the government recompeted the contract, the incumbent was often not “price competitive” because other offerors could proposed to pay lower rates of pay and fewer benefits and the incumbent was often displaced.  Since the new awardee is free to hire their own service workers, none of the previous contractor employees were assured of a job and if they were hired by the incoming contractor, they were almost always hired at a lower pay rate and with fewer fringe benefits.  This phenomenon was even given a specific name by those that studied it – “The Plight of the Service Worker”.  A similar problem came to light in the 1970s, when it was recognized that a number of service contractors with union-represented employees were not competitive with those offerors that were not subject to the same or similar collectively bargained wages and fringe benefits.  Non-incumbent contractors were therefore commonly displaced by new offerors that would immediately reduce pay and benefits upon hiring workers to perform the same work that they were previously performing at the same government facility or installation.  The choice was grim – take a significant pay/benefit cut or lose your job!
What does this have to do with me, the contracting officer?  A lot.  Because of the passage of and amendments to the SCA, the contracting officer has specific responsibilities to properly apply the SCA, obtain the correct wage determinations to place into the contract, keep those wage determinations current, and adjust the contract price based upon new wage determination requirements.  These contract administration responsibilities make it paramount to understand how this “big picture” all fits together like the pieces of a puzzle.

Specifically, the contracting officer will need to:

(1) determine whether the SCA is applicable to each procurement (Jan 2007),

(2) determine whether any SCA exemption is properly available (Jan 2007 & April 2008), 

(3) place appropriate contract clauses in the procurement, if SCA applies and no exemption is appropriate (None written – see FAR 22.1006),

(4) obtain the correct wage determination(s) to place into the procurement (June 2008),
(5) keep the wage determination current by making sure that the “latest and greatest” WD revision(s) are placed into the contract (July 2007),
(6) adjust the contract price when required by the contract provisions and properly supported by contractor proposals and documentation (October 2008),
(7) assist with the enforcement of the SCA when necessary and/or when requested by Department of Labor (January 2007)  

All of these pieces are interconnected and have impact on the administration and pricing of SCA-covered contracts.  Most of these issues have been covered in detail in the “Labor Talk” newsletters issued over the last two years – the various newsletters are noted in parenthesis after the topic. 

Some of the most detailed and confusing rules are those relating to updating of the wage determinations.  Item number 5 above.
This involves an understanding of three key issues.  First, is that any and all wage determinations in the contract must be kept current based upon certain “triggering” events.  Second, is that only wage determinations that are received by the agency on a “timely” basis are to be accepted as controlling for any specific contract action.  Third, is that an incumbent contractor’s collective bargaining agreement is controlling as a wage determination.  Pretty simple?  Seems so, but now let’s discuss some of the rules that implement these simple concepts.

The “latest and greatest” revision of the correct wage determination(s) must be placed into the contract per FAR 22.1007.  The “triggering” events that require obtaining and placing the most current revision of the wage determination into the contract are:
· issuance of a new solicitation (assuming the contract amount will exceed $2,500 annually)

· a new contract award (assuming the contract will exceed $2,500 or a contract modification that will cause the contract to exceed $2,500)

· modification which extends the existing contract pursuant to an option clause or otherwise (such as a contract extension)
· modification to the scope of the contract, but only if the labor requirements of the contract are significantly affected

· and if the wage determination(s) are not updated due to the above reasons, then the annual anniversary date of contract performance will require a wage determination update (assuming the contract is subject to annual appropriations).
Therefore, the wage determination (s) must be updated at least once a year.  The only exception to this would be if one of these triggering events do not occur and the contract is not subject to annual appropriations.  In that situation, the wage determination(s) must be updated at least once every two years.  One of the commonly asked questions is – does a short contract extension of 30 to 60 days require a wage determination update?  Yes.  Notice that the “triggering” mechanisms in FAR 22.1007 states that the WD update is required for a modification extending the contract pursuant to an option clause or “otherwise” i.e. a contract extension.  Also, in that regard you’ll note that the contract extension clause found at FAR 52.217-8 states in part “…The Government may require continued performance of any services within the limits and at the rates specified in the contract.  These rates may be adjusted only as a result of revisions to prevailing labor rates provided by the Secretary of Labor.” i.e. wage determinations. 

The end result is that the affected service workers can generally expect a wage determination update annually, the same frequency for pay or benefit increases that is experienced by us Federal civil service and/or active duty military personnel.  The unfortunate reality, however, is that many times DOL has not necessarily updated the wage rates of the “latest and greatest” wage determination and therefore the workers may or may not receive a pay (or benefit) increase annually.  So long as we (Navy/Marine Corps acquisition community) do our part and update the WDs when these triggering events occur, we will be doing the right thing and have a clear conscience.  However, the lack of annual increases on the DOL wage determination may also make budgeting for service contracts more difficult because it is not unusual for DOL to go two years and sometimes more between actual increases to WD rates.  When these increases do not occur, the minimum SCA WD rates will often be flat for a year or two and then spike as a result of the statistics catching up with the wage determination process.  DOL typically attempts to limit such spiking on a single WD job class to a maximum 10%.  The KO and program office may therefore need to factor this phenomenon into the budgeting process, if possible.
The second issue, timeliness, can be equally challenging.  Although the rule is fairly basic, it does have some different twists and turns that must be understood.

The rules are found at FAR 22.1012-1 for wage determinations that are not based on collective bargaining agreements and FAR 22.1012-2 for wage determinations that are based on collective bargaining agreements.  The principal rule is that if the contract action (issuance of solicitation, contract award, modification to exercise option) occurs before a new revision of the wage determination is available to the agency, then the new wage determination (or collective bargaining agreement) is not effective for the new contract action.  However, the rules do have “caveats”.

The rules also state, for example, that if contract performance begins more than 30 days after contract award, then the newest wage determination must be included in the contract if it is available to the agency at least 10 days prior to contract performance.  Therefore, if a contracting officer is intentionally trying to “shut the door” on a new WD or game the system by awarding a contract, or issuing a modification for option far in advance of the new period of performance, this caveat rule prevents that from happening.  This is so, whether the wage determination is one created by DOL or whether it is one based upon a collective bargaining agreement.

Those procurements that have a significant amount of “lead” time between the solicitation/competition phase of the procurement and actual contract performance must also be handled with care.  This is so because the issuance of a solicitation may require a “stale” revision of the wage determination(s) and contract award and performance requirements will make a WD update likely.

Let’s look at a hypothetical example.  Let’s assume the follow set of facts:

Solicitation Issue Date – 

   1 March 2009

Contract Award Date --   

   15 August 2009

Contract Performance Start Date –    1 October 2009
Two Required WDs: 2005-2103 (for all non-bargaining unit service employees)



    2007-9999  (for all bargaining unit workers represented by union X)

The solicitation was issued on time and at that time, WDs 2005-2103, Revision 6 dated 29 May, 2008 was the most current DOL WD and a negotiated and ratified CBA revision dated 24 August, 2008 and delivered on a timely basis to the KO was the most current CBA-based WD.  Therefore, those two WDs were correctly placed into the solicitation as the “latest and greatest” for the solicitation/competitive phase of the procurement.

Several offers were received and all of them were based upon the WDs placed into the solicitation.  However, on 1 August, 2009, after all proposals had been evaluated and the KO selected the best offer, the KO became aware that DOL WD 2005-2103 had now been updated and the “latest and greatest” WD was now 2005-2103, Revision 8, dated 2 June 2009.  She also checked with the incumbent contractor and found that they were in negotiations with the union for wage and benefit changes, but negotiations had not been concluded and a specific date could not be provided as to when those negotiations would conclude in new CBA terms.

Unfortunately, this is a fairly common scenario when service contracts are recompeted.  Concerning the timeliness issue, DOL’s WD 2005-2103, Revision 8 is definitely timely for contract award and for the beginning of contract performance.  It also appears likely that new CBA terms (wages and benefits) will also be received on a timely basis for at least contract performance and possibly prior to contract award.
If the KO has time, she should therefore, amend the solicitation to include the newest WD information and provide offerors an opportunity to amend their proposals.  The contract could then be awarded with the most current WD information fully incorporated into the contract.  If there is not enough time to amend the solicitation and allow amended proposals, an award could be made based upon the WDs contained in the solicitation.  However, the contract would then need to be modified (even before contract performance) to incorporate the new WDs and the awardee would likely request an equitable adjustment to the contract price based on the impact of the new WDs. 

The third and final piece of the puzzle is that an incumbent contractor’s collective bargaining agreement, literally becomes controlling for SCA wage determination purposes under section 4 (c) of the SCA.  However, even this is not as simple as it may first appear.  Before accepting an incumbent contractor’s CBA as controlling for wage determination purposes, the CBA should be carefully reviewed to determine whether it is acceptable as such.  Also, responsibility is placed on the contracting officer to notify “interested parties” (the incumbent contractor and the union representing the affected ‘service employees’) of key acquisition milestones under FAR 22.1010.
This notice is the equivalent of a “red flag” to notify the incumbent contractor (and the union) that an important event is about to happen that may make their collective bargaining agreement either timely or not timely under the wage determination rules.  It is important to issue this notice as more fully discussed in this months “Q and A” section of the newsletter.

The other issue as to whether the CBA is acceptable for wage determination purposes was explained in detail in the October 2007 version of “Labor Talk” and is equally important to a full understanding of WD obligations if you have an SCA contractor that employs union-represented service employees.

This “big picture” or puzzle is not easy to understand on a piece by piece basis, therefore it helps to see how it all comes together.  It is all about affording service employees the protections to which they are entitled under the SCA by placing the correct WDs into the contract, keeping those WDs current and affording the contractor the opportunity to request an adjustment to contract price when wage determination updates cause them to incur additional costs because they have been “made to comply” with new wage determination requirements.
As always, contact your Navy or NAVFAC labor advisor if you need help on any specific contractor labor standards or contractor labor relations issue.      
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Davis-Bacon Act –
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Why are DOD and other Federal contract agencies responsible for Davis-Bacon Act enforcement?

I’m sure that some of you have wondered – WHY!  Why am I responsible for the enforcement of wage and fringe benefit requirements under the Davis-Bacon Act?  Normally, wage requirements are enforced by the Wage and Hour Division of the U.S. Department of Labor (DOL).

The short answer is that Harry Truman said so.  No, I’m not kidding, but it takes a brief history lesson to explain.  The Davis Bacon Act was passed and signed into law in 1931.  However, the agency responsible for nearly all other Federal minimum wage law enforcement did not yet exist.  DOL/Wage Hour Division was not created until passage of the Fair Labor Standards Act (the Federal minimum wage and overtime law) in 1938.

Therefore, since an agency to enforce Federal wage standards did not exist in 1931, the task of enforcing the first prevailing wage law, the Davis Bacon Act, was assigned to any and all agencies that were awarding DBA-covered contracts,  i.e. the Navy/Marine Corps, etc.

In 1950, Harry Truman confirmed in his “Reorganization Plan #14” that the Federal agencies awarding DBA-covered contracts were still held primarily responsible for the day-to-day enforcement of the DBA provisions contained in their contracts.  However, in the same plan, Truman made clear that the U.S. Department of Labor had administrative oversight authority over the establishment of DBA regulations, wage determinations, and the final adjudication of enforcement disputes.

Although this may seem like ancient history, these policies are still current and in place today.  As a result, each contracting officer awarding DBA-covered contracts also has clear responsibilities to assure that the wage determination is not only placed in the contract, but also assertively enforced.  See FAR 22.406-7 and 22.406-8.  See also DOL All Agency Memorandum 118 which provides the background information on the contracting agency’s responsibility under DBA.  DOL’s enforcement manual (for government personnel only) provides excellent “how to” guidance for conducting DBA investigations.  If you do not have a copy, just ask and your Navy or NAVFAC Labor Advisor will provide one.
More on the Davis-Bacon Act:

DOL has proposed regulations that will remove employee addresses and social security numbers from contractor certified payroll records.  The information must still be provided to the Navy/Marine Corps contracting officer, however, for new contracts, it will no longer required on the certified payroll records.  The comment period for the proposed regulatory change closed on November 19, 2008 and we are awaiting a final rule publication.  MORE ON THIS LATER.
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Tidbits

Day after Christmas – 2008
Inauguration Day -2009
Learn how Federal “extraordinary days off” such as the executive order giving most federal employees the day after Christmas, 2008 affects contractor employees and may impact your government service or construction contracts.  Generally, whether time off is permitted and whether employees are paid for any time off allowed is decided by contractor.  However, read more details by clicking here -- Extraordinary Leave Days
“Crosswalk” Document providing linkage between the FAR regulations and Department of Labor’s (DOL) Code of Federal Regulations (CFR) for Labor Standards.

There are times when the FAR Labor Standards regulations are insufficient in resolving labor standards disputes between the contracting officer and the contractor.  There are times where the additional detail of the DOL/CFR may, however, provide the key to resolving such issues.  Therefore, below is a link to a “crosswalk” document that will help provide a nexus between those two regulations.

Also, these crosswalk documents may be especially helpful for NEXCOM and Marine Corps Community Service program contracting specialists that do not commonly use the FAR for non-appropriated funds contracts, but may have learned their trade in the appropriated funds (under FAR rules) environment.

Here’s the link -- Crosswalk Document
Of course, as always, contact your Navy or NAVFAC Labor Advisor for help on labor standards issues that you are unable to resolve directly with the contractor or where you are unsure of the correct policy.
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On the Horizon
President Obama has issued three executive orders that will have impact on FAR Part 22 rules.  Although the executive orders have stated the policy, the implementation must follow the regulatory rule change process and it will be a few months before these new policies are effective.  Keep watch for new rules on these issues:

Executive Order 13494 – “ECONOMY IN GOVERNMENT CONTRACTING” – 
Purpose – prevent Federal contractors from being reimbursed for expenses meant to influence workers deciding whether to form a union and engage in collective bargaining.  This will likely be implemented by changes to FAR 31.205-21.

Executive Order 13495 – “NONDISPLACEMENT OF QUALIFIED WORKERS UNDER SERVICE CONTRACTS” –

Purpose – Require Federal contractors to offer jobs to current workers when contracts change hands.  This will likely be implemented by creation of rules in FAR 22.12
Executive Order 13496 -- “NOTIFICATION OF EMPLOYEE RIGHTS UNDER FEDERAL LABOR LAWS” –

Purpose – Reverses a Bush Administration order requiring Federal contractors to post notice that workers can limit their financial support of unions serving as their exclusive bargaining representatives (commonly known as the “Beck” poster).  This will likely be implemented by changes to FAR Part 22.16.
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Training Time

Thank you Contracting Officials at the following locations for participating in contract labor standards training:

Marine Corps Community Services HQ – Camp Pendleton Conference
NAVFAC Southwest – Subject matter specific training on Service Contract Act Collective Bargaining Agreements and Price Adjustments

The Navy Labor Advisors welcome the opportunity to conduct labor standards training for your Contracting Office.  Please contact us and let us know how we can accommodate your training needs.  The training is free (other than possible TDY funding for the Labor Advisor).  We look forward to hearing from you.  Don’t need a “full blown” training session? – We can arrange to tailor labor standards training on a specific topic, such as SCA price adjustments, collective bargaining agreement issues, or DBA compliance enforcement, etc.
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Q&A

THIS NEWSLETTER’S QUESTION:

Question:  I have a fuels service contract and have recently been informed that the contractor’s employees have voted in a National Labor Relations Board sanctioned election to be represented by a union.  The contract is a one year contract with four option periods and is currently in the base period of performance.  There is no collective bargaining agreement (CBA) – yet.  I have been told that the contractor and union are having difficulty reaching an agreement for a CBA.  Do I have any additional obligations under the labor standards provisions in FAR Part 22?

Answer:  
Yes!  Your contract administration of this contract suddenly became much more complex.  This can be a very confusing area of procurement regulations if you are not familiar with how collective bargaining agreements can influence government contract performance and contract administration.

When aware that the contractor’s workers are represented by a “collective bargaining agent” (union or employee association representative), there are some additional contract administration responsibilities for the contracting officer.  Specifically, as follows:

1.  A “notice to interested parties” must be sent to the incumbent contractor and the union (or employee association) that represents the contractor’s employees.  This is required by FAR 22.1010.  The purpose of this notice is to give a “red flag” warning to the contractor and union that an important event controlling the wage determination process is about to happen.  Therefore, if they intend to submit a CBA to the agency for wage determination purposes, it must be timely in order to control for the upcoming new period of performance.  The timeliness provision is found at FAR 22.1012-2 when CBAs are involved.  Also, note that the notice to interested parties notice is required under subparagraph (c) in order to preserve the contracting agencies ability to reject a late CBA.  In this specific set of circumstances the notice to interested parties would read something like this:

“This is a notice to interested parties being issued under FAR 22.1010.  A contract modification exercising the next option will be issued on or about September 15th.  Therefore, under Federal Acquisition Regulation FAR 22.1012-2, any new or modified collective bargaining agreement must be received by my office before such modification is issued in order to be considered timely for Service Contract Act wage determination purposes.”
Since such notices are to be provided at least 30 days prior to the “triggering event” (option modification, extension modification, anniversary date, etc.), I recommend that the notice be issued approximately 60 days prior to the event to allow the contractor a little more time and to allow receipt of the notices to be documented.  Also, since this notice is important to rejecting a late CBA and this could result in substantial financial harm to the contractor, it is recommended that such notices be sent certified mail, return receipt requested or some other manner that would provide documentation that the notices were received (by both the incumbent contract and the union).
2.  Contract performance should also be monitored for any potential labor dispute activity, particularly if you have heard that the contractor and union are having difficulty reaching an agreement.  This is a very sensitive area since a labor dispute could have significant impact on the contractor’s ability to perform on the contract, but on which the Navy/Marine Corps must remain neutral per FAR 22.101-1(b) and SECNAV Instruction 4200.36A, Section 6.  Any strike or labor dispute activity should therefore be reported to the Navy and/or NAVFAC Labor Advisor as required by SECNAV Instruction 4200.36A, Section 10.  At the same time the contractor should be requested to keep the Navy/Marine Corps informed of labor dispute, if the FAR Clause 52.222-1, Notice to the Government of Labor Disputes, is contained in the contract.  If the contract is especially important, then consideration should be given to adding this requirement through contract modification and/or when the contract is recompeted.  In the meantime the contractor must be expected and required to perform the contract to the best of its ability as discussed in FAR 22.101-2(b).
3.  If and when an acceptable CBA is received, then it must be used as controlling for Service Contract Act (SCA) wage determination purposes per FAR 22.1008-2 if it is received on a timely basis.  If the CBA is not received on a timely basis or is otherwise not acceptable for wage determination purposes, then it must not be used as controlling for wage determination purposes.  Therefore, any CBA received for SCA-covered contracts must be carefully reviewed to determine whether it is controlling for wage determination purposes.  The “rules of engagement” can be found in the Wage Determinations On Line users guide, section B(5)(b) at the following link -- Section B, User's Guide.  Also see newsletter article regarding review of CBAs, October 2007.
Any rejection of a CBA for wage determination purposes must be considered carefully, since it is critically important to both the government and the contractor on whether an SCA Price Adjustment entitlement will exist under FAR 52.222-43/44.  If the CBA is not properly controlling for wage determination purposes, the contractor will not be entitled to a price adjustment based on the wage and benefit rates contained in the CBA.  The contractor, however, will likely be required to pay the new wage and benefit rates agreed to in the CBA since it is a two-party agreement and legally binding commitment under the CBA and under the National Labor Relations Act rules.

As you can see, when workers are represented by a collective bargaining agent, your contract administration gets much more complicated.  Therefore, I encourage you to call your Navy and NAVFAC labor advisors for any help you may need.
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   Useful web sites for labor information:

Navy Labor Advisor Webpage -- Navy SCA Price Adjustment Guide, SecNav Labor Relations Instruction, Newsletter archives, more:

http://www.acquisition.navy.mil/rda/content/view/full/3736
WDOL.GOV—Obtain SCA and DBA Wage Determinations:

http://www.wdol.gov/
Library at WDOL.GOV – A wealth of info and links  

http://www.wdol.gov/library.html
Hill FARSite (Part 22):

http://farsite.hill.af.mil/reghtml/regs/far2afmcfars/fardfars/far/22.htm
Child Labor Law –  Federal Rules

http://www.dol.gov/elaws/esa/flsa/docs/haznonag.asp
EEO Minority Goals for Construction Contracts – Navy & Marine Corps Bases:

http://acquisition.navy.mil/content/view/full/3736
OFCCP pre-award registry:


" 

http://www.dol-esa.gov/preaward/


VETS-100 compliance, “VETS” is your validation code:

http://vets100.cudenver.edu/vets100search.htm
DOL All Agency Memorandums (Guidance to Contracting Agencies):

http://www.wdol.gov/aam.html
Labor law posters:

http://www.dol.gov/osbp/sbrefa/poster/main.htm
DOL regulations including Parts 4 and 5, and 541:

http://www.dol.gov/esa/regs/cfr/whdcfr.htm













